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[ETSRICIIATION OF SUITABILITY POR PERMANENT APPOINTMENT

70 THE CAREER STAFY

a8 defined in OIA Regulation lshald  25X1

Oaresr
be selested for the Career Staff as a result of a three-step
process, as follows:

1. Idemtification, recruitment and selection of individusls om
the basis of their capability and suitability for provisionsl
appointment to the Career Staff,

2, A periocd of planned instruction and development during which

the
cm&qmp

demgnat.ratea his capability and suitebility for

3, A review at the end of the provisional period to finally

select individuals on the basis of their capability and
suitability for permmnent appointment to the Career Staff,

COMTNT: a.

b,

The term "provisional period" is used in
lieu of other similar terms in oxder to
avoid conflict or confusion with any of
the ooncepts, legal or traditional, which
are associsted with such terms. (i.e.
betionary period, trial service period

Properly administered, the provisional

period supplements snd validates the pro-

.codures which resulted in initially selecting

the new employse. The performsnce, bshavior
- and attitudss manifested by provisional

employess furnishes the most reliable infor-
mation upon which to base the decision that

a provisional appointee should or should not

be confirmed for career employment, It is

highly important, thersfore, that the pro-
visional period be of sufficient duration

to yield enough data for meking this dscision.

No uniform period of time is applicable to all
positions if the aims of the provisional period
are to be fully realiged. An adequate provisional
period depends upon such factors as (1) delay in

because of initial

reporting to regular :msigm‘mnt
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4f olose, direct, nm
i o i My
suffioient data during normal pericds of tias.

B » ¥ MMN“&M;MW‘M&M“
twe woling members and an alternate oﬂ.nhd ““h
Zollowings ID(I), m(r) mnd DD(A), In m’
md-umunuumtnby
AD/Oomme snd Director of Training., The

be respomsidble to ﬂucncurnrseniero Bmddﬁlu

out the funotions set forth herein., The AD/F shall provide
Selection Board with sn Exsoutive Secretary and such clsrical
and adninistrative personnel as ere needed to parform its funotions,

COMMENT: a, The voting membexshi ofﬂmnoardudoumodto
glve volce in the se t&onprocustomhottho
najor components of the Agency.

be Since this Board will, among other functions, assume
. the duties now performed by the Professimal Selsction
Panel, the Panel will be abolished when the Seleoticn
Boerd is esteblished,

III. Office Career Service Boards shall be made responsible for recommending

the duration of the provisional period to be establighed for the

positions which comprise the carssr service for which the Boards have

jurisdiction, The knowledge which the penbers of these Boards haw
regarding the positions in their career service best equips them to
make these recommendations., The CIA Selection Board will review
recommendations mads by the Office Boards, and détermine what
period shall apply to each position. The provisional periods so
determined, if longer than twelve months, shall be put into effect
a8 soon as possible after the ramoval of existing legislative
restrictions, Mesnwhile, the provisional period for all CIA
positions shall be not longer than twelve months,

COMENT: a. Until remedial legislatiom is obtained, it will not
generally be possible to enforce decisions made at
the end of the provisional period which are adverse
to veteran status employses, if the provisional
pariod exceeds twelve months, Vetsrans may be
separsted after completion of their first yeaur of
service only upon presentation of charges which
recite specifically and in detall the incidents

o
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of inefficiency or misbehavior deswsd sufficiently
serious to warrent tarmination. 70 attain e
objectives of the CIA provisional peried, 4% wenld
be necessary to aot upon stendards whish a3 ned
recognized as appropriste cause for
wotersns who have completed twelve mmxths of

‘service, The Civil Service Coomissice hes

tion to hear veterans' sppeals from
seperutions, The Comission has consistm(ly
required Fedaral Agsnolss, inoluding CIA, %
conform to 1is standards for desiding 4f a
veteran has been properly separated,

In estsblishing the duration of provisionsl
periods for Agency positions, the limit of
twelve monthe will have to bs cbserved until

the Congress enacts legislation consistent

with the cbjeotive of fitting the peried to

the requirements of the poeitions. To A
differentiate between veterans and non-veterans
would create serious problsms of employee morile,

. Similarly, it would be patently unsound to sed

IV, Prior to the

up provisiosl periods of such duwtion that 1t
48 Imown in advance that no possibility exists
for giving effect to the conclnusions which might
be reached at the end of the period.

completion of the provieional period, e deterwina-

tion shall be made as to whether an individnal is suitedle for
permanent appointment as a member of the Career Staff. bi 4
found unsuitable, his employment shall be terminated,

COMMENT: a.

b,

The termination of the provisiomal period should
be highlighted as a time when something signifi.
cant takes place in the carser of the employee.
As 2 minimm, a persomnel sction should be pre=

t+0 indicate that a career employes has
completed his provisional period and to show his
permanent appointment to the Career Staff and
he should appear before a pansl of examiners of
the Selection Board. _

The seperation of those found unsuiteble will
contribute to the maintanance of a generally high
level of Agency performance, will attrect to CIA
competent pecple frem the outside, and will contri-
bute significently te the morale of employses who
are doing good wark,
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The sans criteria for determining over-all suitability for
career employment chall be applied with respect to all employees,
vhether in professional or non-nrofessional positions. These
criteria shall be formulated by the GIA Selection Board and
approved by the CIA Career Service Board.

COIMENT: It 4s intended that & sultable statement of approved
eriteria for career suitability will be widely distri-
- buted for use by Office Career Sorvice Boards, the
Office of Persomnel, Securlty, and Training, and by
indi vidual supervisors throughout CIA.

For the purposes of this paper, professional positions shall
mean all positions classified GS-7 and sbove, occupled by
staff employees, end certain apeciﬁed poaitions in grades
GS-5 and (S<6.

With respect to employees in non-professional positions, the
determination of suitability referred fo in peragraph IV shall
be nads by such persons and in such & manner as shall be dir-
ected by the Office Head and the Office Career Service Board
having jurisdiction over the employee, provided, however, that
the system for making such determination as devised by each
O0ffice shall be submitted to the CIA Selection Board for
approval prior to its implemsntation,

COMMENT: While a degree of flexibility in the determination of
suitability at thia level is desirable, it is felt that
the CIA Selection Board should approve the system devised
by each office in order to prevent too much disparity be-
tween offices,

With respect to employees in professional positicns, the determina-
tion referred to in paragraph IV shall be made a8 follows prior to
the expiration of the employeets provisional perlods

1. The employee*s supervisor shall prepare and submit to the 0ffice
Career Service Board having jurisdiotion over the individual's
career planning, through the reviewing officisl, a Persomnel
Evaluation Report in accordance with CIA Regulation -
together with a recamendation as to the employee's m
for permanent appointment as s member Hf the Career Staff. The
no recomendation shall include a speclal evaluation of the

dividuad in temms of the estahlished criteria fo
mﬂ.tability for carecr employment. : over-aa.].

el
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the light of all available informatiom conoemming the
and make & recommendation to the CIA Selecticn Boaxd
that Qﬁoaplmohappdnudmamhudbm
Staff, or () the employee be separated.

Reoommendations of the Office Career Servics Bomxd shall b

»%?

Panel shall interview the employese, and Ms supervisor

" when appropriate,

The Examining Psnel shall make a recommendation that (a) the
oy2e be appointed as a member of the Career Staff, or
(1) his career employnment be denied.

with that of the Office Career Service Board it shall be reported
to the subject Office Board which shall (3) sccept the Fansl's
reconmendation, or (b) if it disagrees with the rocommendation,
refer the case, within ten working dsys, to the CIA Seleotion
Board, whoss decision in the cage shell bs subject only to

review by the DCI. Review of a case by the ICI, if desired,

mst be requested within ten working days of the Selection
Board's dsgision, by the DD/I, m)/r, DD/A, AD/Commo, or

Director of Training, :

The Examining Penels referred to heroin shall consist of:

a) three voting examiners representing Offices other than

that having jurisdiction over the employes; and, b) 2 non~
voting member of the Selection Board's permanent secretariat,
The membership of the Fanels will be selected by the Executive
Secretary of the CIA Sglection Board from that Board's Panel of
Pxaminers in such g mannor as to assure appropriate representa~
tion of the Agenoy components.

“IX. The Panel of Exgminera of the CIA Selaction Board ahall be compoged
of expsrienced members ((S-1li and above) of the Career Staff chosen
by the CIA Selesticn Board from lists of nominees subtmitted by the

Careor Ssrvice Boards, Examiners nsformd to in parsgraph VIII above
shall be chosen from this Fanel.

COMMENT: a. Much is to be gained through the system of utilising

the skill and experience of 2 simable number of senior
operating officials for the purpose of examining and
rendsring opinion on speeifis cases, This ahould not
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be full-time duty. The moment it doss the
indvidugl will lose his contacti with cperating

problems,

b In order to mest the work load a Pmel of
. t&uliaattboo:r&rottom
mnthorpuhaps m'ldncmﬂnt.

L

¢, The CIA Selsction Board should have the responsi-
bility of making final selsction from amomg the
nomineces of the seversl Carser Servies Boards.
8kill in diserimination, maturity, interviewing,
judieious impartislity, experience in CIA end
sense of CIA mission uhw."l.d be the critexia for
selection of Examiners.

d, It is believed thut this extra duty for these senior
people is an effective and practical executive develop-

ment teoh:ﬁque
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2l July 1953

MEMORANDUM FORs Chairman, Professional Selection Panel
SUBJECT: " 'The Process of Selecting New Gareer Enployees

1. Reference your memovendum bo Personnel Mirector, subject as sbove,
‘dated 23 Jme 1953, in which you ask for recommendations as to steps which

ocan be taken to improve the exiasting selectlon process.

2, This Office offers the following suggestions with respect to the

points presented in Paragraph 2 a of your memorandum:

8. Qualities Egu. ired of Career Employees.

(1) 7he Professional Selection Panel should dsvelcp, with the
approval of the CIA Career Service Board, a full descriptlion of each
of the personal gualities which should be possessed by a CIA career
employee. These would be the qualities which indiecate suitability
for long-term career service with the Agency. Evidence that an ine
dividual is lacking in one or more of these qualities would be an
indication that he may not be suitable for career association with
the Agency. The descriptive statements should be direct, specifie,
simply phrased, and understandable to & wide audience of perscns
with varying degrees of experience in the evaluatiom of -other persons.
Each set of statements concerning & quality should include an adequate
number of examples of behavior which evidences a defiolency in the

ty. These statements should, of course, be over and beyond cerw
tain basic qualification requirements relating to education, treine-
ing and experience, : ' :

'(2) The descriptive statements and other information concern~
ing the qualities required for career service should be disseminated
as follows: ' _ o

‘(s) Recruiting Officers. These officers would utilise :
these eriteria to screen and refer applicants for career employe
ment with the Agenay. Applicants belleved to lack the desired
qualities would not be referred to the Agency, Thus, the suitae
bility criteria would be spplied throughout the reorulting process.
As you lmow, the recruitment staff is now possessed of a rather
well defined set of personal standards which are epplied by them
against each applicant. The applicent, of course, is unsware of
the extent to which he is being analysed in this process.

_ () Placement Officers. These offiocwrs would utilize these
criteria during their Interviewing and screening of applicants

Approved For Release 2002/08/23 : CIA-RDP78-00699A000100040041-9
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for career mp.’.toymant vd.th the Agency. These criteria mld
_be in their minde during review of Personal History Statements,
: durdng checks with former employers, during their review of all
other records and informstion on hand, during their interviews:
of the applicents, and generally throughout the initial seleotlon
-and referral process. Persons considered to be wmeuitable would -
be rejocted by the Placement Officers, Placement Officers would
also apply these suitebility criteria during their contacts
with trisl-period employees (e.g. ’ pumemt. follo»up, reuaign—
ment planning).

These atﬂ.oera would
srviews of spplicants
referred by Flacement Orricers, &u.ring their examination of the
qualifications and records of the applicants, amd diaring their -
observation of the applicants throughout the finel initial place=-
-ment process. They would also apply these criteria during their
aubaeqmn‘b mtaots with employees during the trial period.

d) Gh:l.efa of Components, These officials (chiefs of wnits,
seotions, 8lons) would epply these oriteria during
initial aelectim iubervim with appliocante and during all sub-
sequent contacts with the trisl-périod employees and discussions
with their s rs. Applicants who are found by component
chiefs to fall to possess the necessary qualities would be rejected
by the Personnel Office. Trisl-period employees whose suitability
is questioned by the component chiefs would be referred by the
camponent to the Profesaional Selecf..ton Panel for nrucw and rwomw
mendation. .

: {e) m_mdiate Su) The most important use of suite
ability W e aceompliahod by the supervisors of

- trialeperiod employees. They would utilise the criteria during
initial selection interviews, during all of their observation
of and association with the employces throughout the trial period,
and espaclally when completing the initiael Personnel Evaluation
Report, . They would apply these criteria constantly for many months,
and therefors could make the most factusl recommendations concerns
4ng the employee's suitability, Applicants who are believed by
supervisors to fail to possess the necessary quanties would
with the concurrence of the component chief, be rejected by ‘.he
Personnel Office., Trial-period employees whose suitability is
questioned by their supervisors would be referred by their com-
ponent to the Professional Solection Panel for review and recom-
‘mndation.

(£) Security Offics. This Office would apply these oriteris
at all times when co. ing and reviewing information concerning
. applicants for carear smployment end concgrning trialeperiod
career employees, Whemever the Sscurity Office encounters inforw

-2 e
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mation which indicates @ lack of the necessary qualities and
which causes doubt a8 to the career service suitabllity of an
ineprocess applicant, it will discuss the case with the Personnel
and Medicel Offices, as appropriate, for decisicn.

(g) Cereer Service Boards, The Boards wuld apply these
oriteria 1N all of their considerations and evaluaticns of em-
ployees during their trial periods (and also during the initial
salection prooess for such Boards as review proposed appointments).
The Boards would make an especially careful evaluation of the
employes just befare the conclusion of his trial period; uaing
supervisory reports and testimony, initidl Perscnnel Evalustion
Reports,; interviews with the employee himself i1f indicated, -
perascnnel records and folders, end such other evaluative data
end technigubs as are avallable, This evalustion would be accomp-
‘14phed primarily to determine if the individusl possesses the
defined qualities required for career service, When the Career
Service Board does not find the trialeperiod employee suitsble
for career service, it would recommend that the Office Head refer
the case to the Professional Selection Panel for review and recome
mendation. If, on the other hand, it found the employse suitable,
acceptance for casreer service could be indiocated by the Personnsl
Office after favorable review by the Professional Selection Panel.

(k) Trisl-Period Ewployees. Each appointee would understand
that he is undergoing a trial period, and that he will be care~
fully evaluated throughout and at the end of this pericd in order
%o determine if he is suitable for cereer service and its benefits,
It is his right to know what personal qualities and behavior are
expected of him, since he will be separated rather sumrarily if
he does not possess the requisite gqualities., At the present time,
the Agency notifies applicants that they must meet the personal
standards required for goverrnment employment (e.g., character,
mental and physical fitness); by thie method individuals, who
know that they may be expossd later, have the opportunity to with-
draw their applications for the good of all concerned.. Similarly,
if our standards for career service qualities ars valid and are

' to be enforced, they should be no secret, and the applicants should
know the kinds of eveluations to which they will be exposed and

. the qualities they must orove, It would be making a mystery of
common sound personnel practice and would be establishing a secret
society if candidates were asked to undergo & test period of close
scrubiny and ‘evalvation without permitting them to know which
things about their natures were te be evaluated. Thus, both
applicants and trial-period employees should know what they are
facing and vhat ¢qualities they are expected to possess as CIA
Career Employses,. ' .

.3n
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be Use of Personne). Evaluation Repoxrts.

(1) Initial Persomel Evaluation Reports should be given much
more emphasie and consideration than at present. If supervisors
thoroughly understend the specific qualities being measured in trial-
period employees, if they carafully observe the employee in terma of
these qualities during the trial period, and if they are aware of
the importance of initial Personnel Evaluation Reports in determine-
ing suitability for career service, they will accomplish much more
effective initial evaluation reports than ai present. The initial
PER would truly become the primary instrument for recording evalua-
tions specifically in terms of the factors which are the basis for
determining career sultability. The initial PER should reflect the
opinions of the persons who know the trial-period employee best, who
have been responsible for his work throughout the period, and who
are in the best possible position to report on the qualities wvhieh
‘the nev employee has demonsirated.

(2) Incressed emphasis should be placed on completing and sub=
mitting initial Personnel Evaluation Reports when they are due.

If the initial PER 1s given proper use &8s a primary instrument far
detemmining suitability for career service, it is essential for the
report to be submitted in sufficient time to be available for all
considerations and processes that must take place prior to the
expiration of the trial period.

¢, Evalustion of :gz-l"rocessv Applicants for' Career Employment,

Vhen either the Personnel, Medical, or Security Office obtains marginal
information which oreates doubt ae to the career suitability of an in-
process applicant, the chiefs of these offices or their designated rep-
regentativee should confer and decide whether processing should continue.
By the same token, if an operating office learns of unfavorable informa-
tion it should be passed immediately to the Personnel Office with recom-
mendation for action to be taken. The Parsonnel-Medical=Security OGroup
should confer and take aotion as is indicated. :

d, Evalustion of Employees During Trial Period.

(1) If at any time during the probationary period the office
to which the employee is assigned, or the Personnel, Medical, or
Security Office obtains information which creates doubt as to career
sultability, the case should be immediately referred to the Professional
Selection Panel. The Panel should review the evidence at hand and :
either make a recommendation for termination of the individual or
so flag the individual's personnel file that a full review will be
made of his case prior to the expiration of the trial period.

{2} No later than one month before the end of an employee's
trisl pariod, his Ca;'eer Service Board ahouild coeider his case in
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order to determine whether or not he has been feund suitable for
career service. AL thls time, his Board should review hls performance
during this period, his initial Personnal Evaluation Report, end any
other avallable indicators of his character, personality, capability
and performsnes, During this evaluation the Board may interview

both the employes and his supervisors. The Board will use all in-
formation available in the Personnel Office. After careful considera=
tion, the Board should recommend to the Office Head either that the
trial=period employes be separated or accepted for career service,
Such recommendations should be based upcn performance (as in other
government agencies) as well as upon possession of the qualities
required of the CIA career auployse, :

{3) If the Office Career Service Board recommends that the
employee has sstisfactorily completed his trial perilod and is
suitable for career service, and the Office Head concurs, he will
8o notify the Professional Selection Panel. If the Panel concurs,
the Personnel 0ffice will be notified to change personnel records
correspondingly and will issue sppropriate notification to the em-

pioyee.

(4) If during an employee's trisal period, he is reported to the
Professional Selection Panel as being possibly unsuiteble for career
employment (see Paragrsph 2 d (1) sbowe), or if his Career Service
Board recommends with Office Head concurrence that he be separated
as unsultable, the Professional Selection Panel should accomplish
a formal review of the case. If the Panel finds the trial-period
employee unmiiteble as reported, it will riotify the Perscnnel Offsce
which will accomplish the separation. If the Panel finds the triale
period employee sultable for career service, it will notify the
Operating Office of its findings. If the difference of opinion is
not resolved, the case may be appealed by the employee’s sponsoring
component to the CIA Career Service Board which will review the
cage and make final decision,

e, Notification of Acceptance for Carcer Service.

S5ince under this proposed procedure the new employee will know the
qualities required of the CIA career employee, and will aleo know that
he 1s beintg constantly evaluated for these qualities throughout his
trial period, it is believed that he will be made sufficiently awere of
a significant change in his standing if he receives a notice from the
Personnel Office to the effect that he is now accepted as a career em~
ployee and that his trial period has been satisfiactorily completed.

3. With respect to Parsgraph 2 b of your memorandum, it is the opinion
of this Offics that no feasible and legal procedurs cen be established to
extend the trlaleservice period beyond one year for employees, whether pro-
fessional or ctherwlse. Such a procedure is inconsistent with the current
public policy (as reflected by the Congress in such legislation as the Vetereus
Preference Act) that a probationary period of one year 1s believed adequate

Approved For Release 2002/08/23 : CIA-RDP78-00699A000100040041-9
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for federal employees, It is believed that to request the necessary special
‘ legialnt..ton as would be necessery in view of existing legislation concern-
ing veterans) would oreate unfavorable publie relations, and would probably
strain relations with the Congress, It is aleo our opinion that extension
of the trial period beyond one yesr would make it définitely more difficult
to attract competent people to service with the Agehcy althaugh we recognise
this :!.b & moot point,

" lbe The following comments are offered with reupecﬁ to Paragraph 2¢ of
yuur manmm ,

8o If the procedures propoud in Paragraph 2 above are susceptible
to adoption, it would be unnecessary to develop a single file of all
information concerning each applicant or mployeea

be Information presently avsilable only to the Security Office
should remain in their files as at present. If thoss who review this
information are tmained in the understanding of the qualities required
for a career with the Agency, they can detect pertinant informetion
- within their data and submit it to the Professicnal Selection Panel
whenever warranted, or confer with the Medical and Permnel Offices
'in the case of applicants for amploymeut.

. @, Information contained in the files and records of the Personnel
0ffice would be made avallable both to the spensoring components and to
the Professional Selection Panel., If these records concerning an appli-
cant contained information inmdicating non-suitability, the Persomnel
0ffice would rejoct him, If the information were marginal and merely
created doubt as to suitability, the Perscnnel Office would pool infors
mation with the Medical and Security Offices before acting. If these
records concerning & trial-period emplayee are later supplemented by
information indicating non-suitability, the Personnel Office would refer
the case to the Pansl. Thus the records are ussd for suitability soreen
ing and are also made available upon request to be used by others for
suitability acraening., The sams situsation would undoubtedly obtain with
respect to Medical 0ffice information. .

de Informatﬂ.on which pertains to the suitability of a probationary
employee and which is contained in the reports, files, and records of -
the office to which he is assigned would be made amihble to the Office
Career Service Board concerned., It should &lso be made available, in
extract or other form, to the Professional Selection Panel when needed
apecifically for formal decision on a case,

' go Whenever the Securltyr()ﬁ‘ico, the Personnel D{‘ﬁ.ce, the Medical .

Offiue, or the sponsoring office actually presents a case to the Professional

Selection Panel, it should aleo present the doommented evidence as to why
the person concerned is oonsidered wmsuitable i‘m* cereer service,

6o
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When thi= ocours, the Panel may ask the other offices to present whatever
information they may possass to indicate that the person may not be ,
suitable. Thus, a file is develcped which comtains only information per-
tinent to decision as to sultability, and it is necessary to develop

such a file only when the sultability of the individual hes been questioned.,

S. The following comments are offered with respect to Paregraph 2 dof
memorandums

a; Under the procedures proposed above, the suitebility of each
spplicant for career service employmsnt would be examined by recruiting
persormel, Placement Officers, Operating Office Persomnel Officers, com-
ponent chiefs, immediate supervisors, and by the Security Office which
rovisws the special deteiled information available to it. These examina~
tions would be conducted in the light of the known fixed oriteria for
acceptance,

bo If these separate emﬁ.nntions (meny of which include pmonal
contacts end investigations) do not elicit evidence of non-suitability,
it is very doubtful that ény independent officer can make a better judg~
nent by merely reviewing records and files. When all of the offices
and officers charged with selecting qualified and suitable persommel
are given the improved selectlion criteria requested above, and shen their
selection processes are strengthened as proposed gbove, :Lt is difficult
to zee the necessity to appoint "responsible® officers from other com=
ponents to review the soundness of their decisions, ‘

6. The Personpel Office appraoiates the opportunity to furnish its views

to the Professional Selection Panel in this matter, and will provide additional
explanations or assistance upon request.

/s/ | George E. Meloon

_GEORGE E., MELOON
Personnel Director

.;7‘;;

S-B-C-R-E-T
[

Approved For Release.2002108123 : CIA-RDP78-00699A000100040041-9



ool . i S I\ 1 O~U .‘\ 00 ‘: TR U3 V.ﬁf’j’,
ROUTING AND RECORD SHEET 14
] 7
. INSTRUCTIONS: Officer designations should be used in the “TO" column. Under each comment a line should be drawn across sheet
and each comment numbered to correspond with the number in the “TO"' column. Each officer should initial (check mark insufficient)
before further routing. This Routing and Record Sheet should be returned to Registry.
. FROM: ’ NO.
s Searstary/DIA Dareer Sorvice Puwt —
Exepitive 8% »tn;‘“:u farge! Lhe DATE A& Hiiis f,’}i)‘_é
: DATE ,
25X1APRA b RggM REC'D FWD'D Olll-;ll;'lrclf\sss COMMENTS
. 1. . r
IR — & v oy |
JChm, GS/CSB  —_ 25X1A6A |% 53 M he reommudstions of the Legisles
" < — t H tive Task Forse are extresely
) o 4 significert vith remect to the
Jomle & ] pature of enswer service in Cli.
3 " For this resson, the preliminary
| »- seport of the Tesk Fowce will nob
25X1A9A >/ reosive 1ide Astritution waill
N ' 7 the Director, the Deputy Directors,
mnd the (I Ceveer Poard havel
had adequeto ty to ocomsider
E the policies md propocals presented
in the repext.
6,
- 25X1A9A
7 8.
9.
10.
: 11,
12.
13.
14.




